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Resident Managers in a Public Housing Authority 
In 1933, just twenty years ago, the problem of inadequate housing was 
attacked for the first time on a national basis. National policy recog¬ 
nized, through the establishment of such federal agencies as the Home 
Owners Loan Corporation, The Federal Housing Administration, the Housing 
Division of The Public Works Administration, and other agencies, that 
housing is a public responsibility. Housing was viewed not only as a means 
of improving economic conditions but, also, as a means of assuring the 
health, welfare, and comfort of the many citizens who are unable to afford 
or effectively demand adequate housing* National policy stimulated state 
and local efforts, with the net effect that public housing got acceptance 
as a new concept and institutional complex on the American scene* 
Consequences of this development have been new or revised social and 
political ideologies, an enormous elaboration of institutional devices and 
agencies, new expectancies and anxieties on the part of different segments 
of the population, and the growth of a new set of functionaries and 
experts (housing managers, architects, advisors, eto.) to service a new 
type of clientele. 
This investigation is concerned with some of the characteristics of 
housing managers as key functionaries in this new institutional complex. 
Vi/hat about them as a work group? What selective factors operate? What 
is the relationship between manager and clients? These questions lead 
us to the frame of reference, the techniques of inquiry, and the developing 
1 
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body of prepositions and facts described by Everett C. Hughes as the sooio- 
1 2 
logy of work and other as industrial sociology* 
Work has always been the major emphasis of man’s life* Whether within 
a congested city area or lost on a lonely island: most of his waking hours 
have revolved around the struggle to produce and sustain himself* Social 
science research has only lately returned to the study of social relations 
within work groups and the study of how the personality is affected by the 
nature of the social system which usually arises in and around all work 
3 
situations• 
It is a truism that the group is the main concern of sociology and the 
elementary unit of observation* Whenever people congregate and interact, 
a structure of social relationships appear* From these relationships 
emerge various roles. Social forces operating upon the group give rise to 
relationships of antagonism and sympathy, cooperation and competition, 
superordination and subordination. 
Out of the interaction of the workers, common patterns of 
behavior emerge as routine social habits* These habits soon require 
a degree of traditional sanction* The forms of greeting, the manner 
of dress, the ways of speaking are familiar examples of customs or 
folkways — traditional and expected ways of behaving in the group 
which a new-comer is expected to learn and adopt*4 
1 
Everett C. Hughes, "The Sociological Study of Work," The American 
Journal of Sociology (March, 1952), p. 1* 
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Delbert C. Miller and William H. Form, Industrial Sociology (New 
York, 1951). 
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Ibid., p, 8. 
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Robert Dubin, Human Relations in Administration (New York, 1951), p. 17. 
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Usually these patterns of behavior are not entirely compulsory, nor 
are they formally instituted — yet they are observed by all members of 
the work group. The part a worker plays within the work group is called 
the work role. The success or failure of the worker depends not alone on 
a good technical job well done but on how he plays his role in the group. 
In playing his role he affects 'the attitude and actions of those in his 
work group and they in turn influence his work behavior, 
"With reference to organization, Robert Dubin points out: 
One of the most important initial steps we have to take is to 
orient our outlook toward an organization as a social system. An 
organization has personnel. The people of an organization are not 
just a bunch of individuals huddled together in a mass. They form 
groups that are social unities. The emphasis is on groups. 
This may seem very obvious and hardly worth emphasizing. The 
obvious, however, is often ignored. In a frame of reference, we 
have to reach middle ground between considering the formal organ¬ 
ization as an all-powerful mold and considering the individual 
member perfectly free to pursue his private goals while operating 
in the organization, neither of these extreme positions is tenable. 
The formal organization does mold its members. The individual is 
able to exercise some choice in achieving his private goals as a 
member of an organization. But this is by no means the complete 
story, 
Tfe have to perceive an organization as a complete and more or 
less self-contained unit. That unit, be it business, surmy, govern¬ 
ment bureau, or church, has well prescribed objectives and implements 
these objectives by organizing the activities of its members. This 
organization of the activity of people for specific purposes is what 
we mean here by social organization. Organizing people into a pro¬ 
ductive unity is a complex task,-*- 
The housing manager like any functionary in an organizational setup 
fills an office, "An office is a standardized group of duties and privi- 
2 




Ibid., p. 79 
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Hughes, with respect to the institutional office and the person, points 
out: 
Every social order is, viewed in one way, a round of life. An¬ 
thropologists almost invariably desoribe it so, and show how persons 
of different status fit their activities into this round. But beyond 
routine, even in simple and stable societies, occur great ceremonial 
occasions and crucial enterprises. On such occasions some person or 
persons become the oenter of enhanced attention. Collective expres¬ 
sion and effort are coordinated about them. Status may determine the 
selection of these persons, but they must perform special offioes 
appropriate to the occasion. They become within the limits of their 
offices, especially responsible for the fate of their fellows and for 
the integrity of their communities• 
The person who fills such a great offioe is judged not as the 
common run of mankind but with reference to his predecessors in office 
and to the popular conception of what the office should be. He is 
exposed to special demands. He is also protected insofar as the 
office sets the limits of his responsibility, from both the bludgeons 
of critics and the sharp thrusts of his own conscience.^ 
To some extent structured organizations tend to develop into bureaucra¬ 
cies and functionaries tend to develop bureaucratie personalities. In a 
study of civil servants own role concepts, Leonard Reissman sought to dis¬ 
tinguish types of bureaucrats. 
The first type is the Functional Bureaucrat -- one who is oriented 
towards and seeks his recognition from a given professional group out¬ 
side of rather than within the bureaucracy. He may be portrayed as a 
professional who “just happens to be working for the government.'* 
His evaluations of success and accomplishment are not measured in terms 
of satisfactorily fulfilling a given bureaucratic policy or aim (over 
and above that required of him in the position), but rather in terms 
of the professional quality with whioh he does his job. Psychologi¬ 
cally he is facing outward and away from the bureaucratic structure# 
He entered civil service because it offered material advantages and 
allowed him to do unique or speoialized professional work. He is 
active in his professional societies and seeks appreciation and recog¬ 
nition on the basis of his professional specialities. Avoiding any 
identification with the office group, he deolines any sud: intimacy 
with other civil servants because it is based only upon a common work 
situation. His future plans include doing research along lines of 
1 
Everett Hughes, "Institutional Office and the Person," quoted in 
Robert Dubin, Human Relations in Administration (Hew York, 1951), p. 82. 
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professional interests. His standards for the "good” civil servant 
are the standards of success in the profession, and not necessarily- 
related to success in the bureaucracy. He feels no conflict between 
his professional ethics and his job because only the former standard 
exists for him. The bureaucracy imposes certain veil-defined limi¬ 
tations upon him, but within these he is professionally biased. 
The second type is the Specialist Bureaucrat. Though he resem¬ 
bles the first type in his professional orientations, he exhibits 
a greater awareness of an identification with the bureaucracy. He 
seeks his recognition from the department and the people with whom 
he works rather than from like professionals who are privately em¬ 
ployed. He entered civil service for "negative” reasons, i. e., he 
was forced in beoause of the depression or a business failure. 
Though he contacts other professional people, he remains aware of 
the difference between them and himself as a government employee. 
The ambivalent nature of his position is evident throughout the 
orientation to his professional status on the one hand, and his 
position within the bureauoratio hierarchy on the other. This is 
more pointedly shown in his aspirations which evidence a desire to 
"get ahead" in his profession, yet realizing that this must oocur 
through the mechanism of the bureaucratic promotion system. Overly 
meticulous about the rules and regulations, he attempts always to 
remain safely within these limits. 
The third type is the Service Bureaucrat. Here too, an noted in 
the preceding type, a position of ambivalence is created. He is 
oriented in terms of the bureauoratic structure, but seeks recogni¬ 
tion for the job he does from a group outside of it. He entered 
civil service primarily to realize certain personally-held goals 
which center about rendering service to a certain group. The bu¬ 
reaucracy offers a framework through which he can best function and 
his task is one of utilizing that mechanism to achieve his goals. 
The last type is the Job Bureaucrat. He is immersed entirely 
within the structure. Professional skills only provide the necessary 
entrance qualifications and determine the nature of the work to be 
done. He seeks recognition along departmental rather than profes¬ 
sional lines. Satisfactions are found in the technical aspects of 
the work itself, and improvement of the operating efficiency of the 
bureau becomes an end in itself. His aspirations consist of achiev¬ 
ing material rewards and increased status through promotions. He 
strongly adheres to the rules and the job constitutes his full center 
of attention and the end to be served.’ 
In the study of the role of an executive there should be a desire to 
get some idea of the dimensions of the job or office that he fills. The 
questions one might ask are; How does he operate? How does he relate 
Leonard Reissman, "The Bureaucrat's Own Role Concept," quoted in 
Robert Dubin, Human Relations in Administration (Hew York, 1951), p. 93 
6 
himself to those above and below him? What privileges and statuses does 
he enjoy? William E. Henry points out: 
The business executive is a central figure in the economic and 
social life of the United States. His direction of business enter¬ 
prise and his participation in informal social groupings give him a 
place of significance in oommunity life. In both its economic and 
social aspects, the role of the business executive is a highly visible 
one sociologically. It has clearly definable limits and characteris¬ 
tics known to the general public. These characteristics indicate the 
function of the business executive in the social structure, define 
the behavior expected of the individual executive, and serve as a 
guide to the selection of the novice. 
Social pressure, plus the constant demands of the business organ¬ 
ization of which he is a part, direct the behavior of the executive 
into the mold appropriate to the defined role. ’’Success” is the name 
applied to the wholehearted adoption of this role. It assumes that 
the individual behaves in the manner indicated by society and society 
rewards the individual with Msuccess" if his behavior conforms to the 
role. It punishes him with "failure” should he deviate from it. 
The participation in this role, hoirever, is not a thing apart 
from the personality of the individual participant. It is not a game 
that the person is playing, it is the way of behaving and thinking 
that he knows best, and that he finds rewarding, and in which he 
believes• 
Thus the role as socially defined has its counterpart in the per¬ 
sonality structure of the individuals who participate in it. To 
some extent the personality structure is reshaped to be in harmony 
with the social role.l 
Problem 
Public housing institutions constitute an organized system devoted to 
providing services to a selected group of clients. The top personnel in 
the organizational setup occupy public or quasi-public offices. As mana¬ 
gers, experts and policy makers, they embody certain institutionalized 
duties and privileges; as persons they must adapt to a work tradition and 
code which they inherit. There is room for considerable variation within 
1 
William E. Henry, "The Business Executive. Psychodynamios of a 
Social Role," quoted in Robert Dubin, Human Relations in Administration 
(New York, 1951), p. 101. 
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the formally organized or defined rolesj such variations might flow from 
the personal characteristics of the individuals or from situational fac¬ 
tors • 
Our interest is in (l) describing features of the office of resident 
manager of public housing projects for Negroes in Atlanta; (2) noting 
characteristics of the persons who fill these offices; and (3) indicating 
the adaptive behavior of various persons in these offices. 
Specifically, this investigation seeks to describe: 
1. Public housing in Atlanta as an institutional complex; 
2. The duties and privileges related to the office of resident 
manager in these projects; 
3. Selected characteristics of the persons holding the office; 
and 
4. The motivation and definitions of the situation exhibited by 
the functionaires• 
Data and Method 
In the city of Atlanta there are nine public housing projects, six of 
which are occupied by Negroes, namely, University Homes, John Hope Homes, 
Henry Grady Homes, John J. Eagan Homes, Alonzo F, Herndon Homes, and 
Carver Homes. These Negro projects, representing 3,873 units, are managed 
by five resident managers; there is one tenant selection supervisor for 
this group of projects. These six persons are the central focu6 of this 
study. 
All of the subjects are Negroes; four are male and two are female. 
All of the subjects are in the forty to sixty age range. They are all 
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college products: three have had formal training in social work end the 
other three have had training or experience in business. Five of the six 
have been with the housing authority since its inception in 1937; they 
have moved up through the ranks to their present positions as managers. 
The data on the public housing projects for Negroes in Atlanta and 
the mamagers have been obtained from published sources, official documents 
and through interviews and participant-observation. The writer has worked 
for the Authority in various capacities over an eleven year period. Chief 
dependence was placed upon insight and information gained through formal 
and informal contacts Y/ith personnel and upon formal interviews with the 
managers. The questions which served as guides for the formal interview 
with each manager follow: 
1. What, frankly, do you think has been the most important contribu- 
bution of publio housing? 
2. What improvements do you think could be made? 
3. Frankly, in the housing setup how do things really get done? Y/ho 
calls the turns? 
4. How much do you exchange experiences with other managers? How do 
you do it? 
5. Do you have a feeling that there develops among people who work 
in housing some special know-how? Could you give an example? 
6. Would you mind telling me about your work routine on a typical 
day? 
7. Do you follow a set of formal rules and regulations for meeting 
tenant problems or do you depend upon your own experience and 
on-the-s pot-wis dom? 
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8. What people do you come in contact with and under what situations? 
9. Do you do anything to improve or assure good work relations, 
public relations and relations with tenants? 
10. How important do you think buddy or social relations are in affec¬ 
ting the program in your work team? 
11. Do you look upon this job of housing manager as a profession? 
Why? If not, what needs to be done to make it a profession? Do 
you belong to any professional groups? Just what do you think 
the community thinks of the managers job. How does it compare 
or rank with a teacher, doctor, lawyer, insurance man, real 
estate broker, banker, school principal or university professor? 
12. What do you like most about your job? What do you like most about 
your work situation? What do you like least about your job and 
work situation? 
13. If you don’t mind saying, just what personal or career expectation 
do you have in this field? What advice would you give to a person 
interested in the field of housing? 
14. What do you look upon as being your most important satisfying ac¬ 
complishment? 
15. Say something about your career before you came into the field of 
housing and since you have been in housing? 
16. If you were to have your way, what specific goals would you strive 
to achieve in housing? 
17. As a final point, what would you outline as the characteristics of 
the ideal housing manager? 
CHAPTER II 
TEE ATLANTA HOUSING AUTHORITY t AN INSTITUTIONAL COMPLEX 
The Atlanta Housing Authority was organized as a non-profit corpora¬ 
tion to provide low cost housing for low-income citizens. It is non- 
politioal. It is not a federal agency. It is not directly controlled by 
the state or the city. The Atlanta Housing Authority represents a coopera¬ 
tive effort to provide decent, safe and sanitary housing at rentals low- 
income families can afford. 
The local program stems from the impetus and authorization given in 
the United States Housing Act of 1937, The major provisions of that act 
are summarized below: 
UNITED STATES HOUSING ACT OF 1937 
Administration : 
The United States Housing Authority is a corporate body under the 
general supervision of the Secretary of the Interior, Headed by one 
Administrator appointed by the President, confirmed by the Senate, 
President may transfer personnel of existing agencies. 
Funds : 
Total of $526,000,000 of which $26,000,000 is appropriation, 
$500,000,000 to be raised through sale of Authority bonds. Annual 
contributions to be appropriated when and in amounts necessary. 
Loans : 
Only to local public housing agencies up to 90 per cent of capital 
cost or projects to be amortized in not more than 60 years and pay 
interest at going Federal rate plus \ per cent. No more than 10 per 
cent of funds to each state. 
Subsidy: 
Two types: Both are conditioned on mandatory sum clearance in 
amount substantially equal to new dwellings provided but may be 
deferred if shortage exists. 
10 
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Capital Grants : 
Twenty-five per cent of capital cost which the President may 
increase to 40 per oent if relief labor is used. Local community 
must pay 20 per cent of capital oost. 
Annual Contributions : 
Sufficient to assure low-rent character of projects but limited 
to percentage of development case produced by applying going Federal 
rate of interest plus 1 per cent on that cost. Local community 
must contribute 20 per cent of this amount. 
Eligibility of Tenants: 
Families whose net income at the time of admission does not 
exceed five times the rental including the value or cost to them of 
heat, light, heater and cooking fuel of the dwellings to be furnished 
such families, except that in the case of families with three or more 
minor dependents, such ratio shall be six to one. 
Cost Limitations: 
$4,000 per family dwelling unit and $1,000 per room excluding 
land, demolition and non-dwelling facilities except in cities of 
more than 500,000 population where $5,000 or $1,250 may be used.l 
Mien the above act was passed by Congress, almost immediately 
the General Assembly of Georgia enacted the Housing Authorities Law 
of the State of Georgia, which permitted Atlanta and other cities 
in the State to seek the material and human benefits of low-rent 
housing.2 
Figure 1 outlines the formal organization and control of the Authority. 
As provided by state law, the Authority consists of a commission of five 
members appointed by the Mayor and confirmed by the Governor of Georgia. 
The present Board of Commissioners is made up of two real estate men, one 
lawyer, a sociology professor, and a banker. Ho Negro has ever been 
1 
Michael Vf, Straus and Talbot 1/Tfegg, Housing Comes of Age (New York, 
1938), p. 185. 
2 
The Atlanta Housing Authority, 10th Report of Operations, 1950-1951, 
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Pig. 1.—Line of Organization: The Institutional Complex — Atlanta 
Housing Authority. 
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appointed to the Commission. 
Directly responsible to the commissioners is the Executive Director, 
a salaried person with the delegated duty to carry out the polioies set 
forth by the commissioners. His is a full-time job. The director’s job 
is primarily administrative; he is aided by a professional staff, all of 
whom work in the central office. In the central office there is the tech¬ 
nical director, in charge of maintenance crews in all projects; assistant 
director of finance; assistant director of redevelopment; administrative 
assistant; and purchasing agent. The two tenant selection supervisors, 
one white and one Negro, are members of the central office staff but 
they are usually housed in one of the project sites. Next in the formal 
hierarchy are the managers• 
Aside from working closely with the commissioners on policy, the 
director is also responsible for the administration of staff and personnel 
policy. He delegates authority and must, of necessity, at times give 
direct orders. 
In the beginning, the Atlanta Housing Authority issued bonds in the 
amount of $15,716,000 to construct six housing projects. Two projects, 
Techwood and University Homes, had already been built by the Federal 
Government. 
The fifteen million dollar figure represented the Authority’s long¬ 
term debt, to be amortized with interest over a period of sixty years. 
These yearly debt-retirement charges, plus operating expenses, 
make up the expense portion of the Authority’s income statement. On 
the other side of the books,the income side, are rental payments 
received from project residents. 
The range of rentals in Atlanta's projects extended from $11.00 
to $50.00 per month, including an average utility cost of $7.00 per 
month during the earlier years, and during that time there was a 
14 
rent control law affecting the state 
As of 1953, the rental payments range from $14.00 to $50.00, which is 
a figure that is still lower than many families pay for inadequate quarters 
in some of Atlanta’s remaining slums. 
Rents are based on one-fifth of the families' incomes, with a 
deduction of $100 per year for each minor. Under this schedule, a 
family with one child and an income of $180 per month would pay a 
monthly rental of $36.00. A family with four children and an income 
of $180 per month would only pay $32.00 
As low as this rent schedule may seem, it has permitted the 
Atlanta Housing Authority to operate without Federal assistance since 
1947. At the same time, the Authority has made substantial payments 
in lieu of taxes to city and county governments. In the fiscal year 
of 1949-1950, for instance, a total of $61,637.70 was paid in lieu 
of taxes to the city of Atlanta and $57,575.69 was paid to Fulton 
County. Since July 1, 1942, the Authority has paid nearly a million 
dollars to these local governments in lieu of taxes • All this from 
areas that were formerlv slums and practically valueless as sources 
of property tax income.2 
The Bulletin of the Authority in 1951 reported what, in effect, is its 
housing creed: 
There is a moral obligation, one to the other, if man is to survive 
and be true to a great heritage. Hot every family, depending only on 
its own resources, can find the home it needs and deserves. And, not 
every city can eliminate its sub-standard housing and squalid slums 
through private interprise alone.0 
The commissioner's work and policies have many ramifications through¬ 
out the community: they are frequently political issues; they are expect¬ 
ed to live in peace with the local real estate associations; and their 
1 




Ibid., p. 1. 
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work is always related to that of local and state welfare and social 
agencies • 
The Local Housing Unit 
Atlanta’s six housing projects for Negroes are almost complete com¬ 
munities in themselves. Each has its tenant associations, organized 
recreation and entertainment, and welfare services. Children’s play¬ 
grounds are to be found in every project. Sporting contests, as well as 
dances and carnivals, are provided by the residents themselves at no ex¬ 
pense to the Authority. Libraries, credit unions, community choruses, and 
educational and social clubs have been organized by the tenants for their 
own convenience and amusement. 
Pre-school children may use the facilities of project health clinics. 
During 1950, for instance, 1217 children visited the University Homes 
clinic. In the same period, 838 children were examined at the Herndon 
Homes clinic, end 300 at John J. Eagan Homes. A large part of the acti¬ 
vities at each of the health centers consisted of immunization inoculations 
for diptheria, tetanus, whooping cough, typhoid and smallpox. 
Working mothers may place their children in project nurseries, which 
are an outgrowth of a wartime nursery program. Nurseries in the various 
projects are operated on a teacher-authority cooperative basis. Assembly 
rooms and utilities are furnished by the Authority. Teachers are 
responsible for seouring from parents all other maintenance and staff 
1 
costs• 
Charges for nursery or kindergarten facilities range from $.50 per 
_ 
Ibid., p. 14. 
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■week in the Herndon Homes kindergarten (no meals served) to $4.50 in the 
University Homes (one meal served). In several of the projeots addition¬ 
al funds for the nurseries are raised by tenant associations. The 
nurseries have been established primarily for project children, but 
limited numbers of outsiders are accepted when space and staff loads per¬ 
mit. 
University Homes, located in the southwest section of the city, was 
completed in 1947. This was the first low-rent project for Negroes in 
the South constructed under the housing bill of 1933. This project houses 
675 families and was operated by the federal government until the year of 
1952 when it was aoquired by the city of Atlanta. It is staffed with a 
manager, assistant manager, management-aide, secretary, two cashiers, and a 
clerk, who work in the same office building. The superintendent of main¬ 
tenance, his secretary, and a crew of forty maintenance men have their 
own office building adjoining the heating plant. The superintendent, who 
works first with the technical director and then the manager, supervises 
the various jobs of the carpenters, mechanics, yardmen and painters. The 
job of maintenance superintendent is next in rank after manager and usual¬ 
ly the superintendent is moved up within the ranks 
In 1940 the John Hope Homes were completed on a site adjourning the 
University Homes in the southwest section. These two projeots are 
operated out of the same office with the same personnel. John Hope Homes 
serve 606 families, giving this staff a work load of 1281 families. 
The Eagan Homes for Negroes in the northwest section opened its doors 
in April, 1941. There are 548 units with about 1800 residents. The mana¬ 
ger's staff consists of a secretary, cashier, and management-aide with a 
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maintenance superintendent and his crew of skilled and unskilled laborers» 
In August 1941, Grady Homes in the southeast section were opened to 
serve 616 families comprising about 2000 people. This project operates 
with a manager, secretary, oashier, management-aide and a maintenance 
department* 
Also in 1941, the Herndon Homes in the northwest section provided addi¬ 
tional units (520) to house Negro families. In this project there ia a 
manager, assistant manager, secretary, cashier, management-aide, mainten¬ 
ance superintendent and laborers. 
In 1953 the largest single project operated by the Atlanta Housing 
Authority opened its door to 900 families. This is the Carver Homes whioh 
are located in the southwest section of the city. The staff here is the 
same as in the others, with the addition of a rent clerk and receptionist. 
Summary 
In summary, the Atlanta Housing Authority is a multi-million dollar 
service agency with quasi-public official status. It involves the mobili¬ 
zing and organizing of local, state, and federal funds and resources, to 
the end of providing a public service to selected members of the community. 
Its size and the vital service that it performs make it a powerful organi¬ 
zation that touches directly or indirectly practically all aspects of the 
local economy and all levels of the population. 
This institutional complex represents the expression of a set of social 
norms which define the rights of citizens to housing and health. This is 
an institution which so patterns the activity of human beings in a way to 
assist individuals to reàize these approved values and at the same time 
18 
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to make it possible for the functional needs of the sooiety to be met. 
One of the consequences of this new institutional complex is to 
create a new body of functionaries operating with respect to a developing 
oonoept and tradition. Not only do they have certain status and role 
ascribed to them because of the way their functions are evaluated by the 
sooiety but, also, they represent a bureaucratically organized work team, 
the members of which have different expectations. On the other hand, we 
have the development of a new clientele — the residents in public housing 
who differ from the general population by the fact that they are selected 
to be the beneficiaries of a public bounty which is subsidized by public 
treasury. 
This operation is a kind of social engineering wherein rational and 
purposive attempts are made to change the status, morale and productivity 
of an underprivileged segment of the population. 
Each housing project is, in effect, an organized community, exhibiting 
both a formal structure and an informal structure. The group life in this 
kind of a community is conditioned to a large extent by the economic and 
sooial characteristics of the people selected, by the physical layout and 
facilities, a set of rules instituted by the Housing Authority and admin¬ 
istered by its agents on the scene, and by the general tone and efficiency 
imparted by the local manager and his staff* As indicated, in the indi¬ 
vidual housing project, efficiency, morale, and satisfaction of both 
tenant and staff, are to a large extent functions of the manner in which 
the resident manager carries out the duties of his office. 
CHAPTER III 
THE HOUSING PROJECT MANAGER : OFFICE AND PERSON 
The three most obvious aspects of the local manager's job are (l) to 
manage the business relationships between the residents in public housing 
and the Authority, (2) to supervise the physical maintenance of the pro¬ 
perties, and (3) to secure the development of orderly and constructive 
human relationships» 
The Duties of the Office 
The focus in this section will be on the role of the manager as it 
relates to (l) technical operations in his role as housing manager; and 
(2) the social demands which must be fulfilled by anyone who is to per¬ 
form adequately in the position» The demands includes the oircumscribed 
round of activities, or the sequence of activities involved in the job; 
the number and nature of the workers; contact with other people or objects 
while on the job; the way in which the manager's activities fit into 
those of other workers and are viewed by other workers in their jobs» 
Charles E. faring, a project manager of the Housing Authority of 
Savannah, describes a manager's role in these terms: 
Your project manager sets the pace, the character and atmosphere 
of the entire project; he can by his personal manner and action make 
or greatly retard your local program. 
He is all things to his tenants, from a father confessor to 
chief cook and bottle washer» He must be a jack of all trades and a 
master of tact and diplomacy, with the personality of the old time 
family doctor. Above all, he must like people» The position of 
manager is not always an enviable one. He is constantly being pulled 
by the demands and desires of his tenants, his own views of good 




superiors on the other. 
Rosalin, pointing to the housing manager as a new professional, con¬ 
cludes that: 
An index of vitality in any profession or vocation is the degree 
of activity among its members as an organized group and the activity 
or performance contained within the profession or vocation, the 
interchange of housing management experiences and the furtherance of 
the social objectives of housing through management. 
Public housing managers should possess the following character¬ 
istics in addition to the qualities of emotional stability and admin¬ 
istrative ability essential in all executives. 
a. Sound judgment 
b. Tactfulness 
o. Toleranoe of others ' views 
d. General understanding of social problems and purposes 
of housing. 
The manager should know, in order to fulfill the functions of the 
job most efficiently, and have a broad general background in and 
detailed knowledge of the following subjects* 
1. Methods of selecting tenants 
2. Personnel administration 
3. Accounting methods and principles of large-scale purchasing 
4. Techniques of preparing budgets and financial reports 
5. Methods of keeping records 
6. Insurance requirements of a large-scale enterprise 
7. Building maintenance 
8. Basic principles in the cultivation of a community program., 
9. The technique of developing desirable public relations. 
A general knowledge of local, state, and federal laws is likewise 
considered desirable, as is an understanding of the labor market and 
general industrial trends, looal housing conditions, current rentals, 
general construction methods, materials, and costs.2 
A composite Atlanta manager's day would be approximately as follows: 
It is around nine o’clock when the manager arrives at the office and usual¬ 
ly the reading of the mail is first on the agenda; the secretary sorts the 
1 
Charles E. Waring, "A Housing Manager,” Journal of Housing (April, 
1953), p. 18. 
2 
Beatrice Freenfield Rosalin, "Public Housing Creates a New Profession," 
Municipal Housing Review (March, 1939). 
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mail and has it in readiness according to its importance. 
Brief conferences are then held, usually with the assistant first, the 
superintendent, and management-aide. The secretary also comes in for her 
share of orders for the day. The rest of the day is usually spent in 
scheduled meetings which are nil, for in housing tenants are bring com¬ 
plaints and problems as they happen. They come with the hope that the 
"boss'* is in and will see them. 
There are conferences about delinquent rents or excess charges with 
the cashiers and a check to see that all balance sheets are correct. 
The manager's range of social contact on the job is relatively small. 
He probably sees on the average of fifteen or twenty people a day. These 
people represent mostly disgruntled tenants. His spatial mobility is also 
limited to his office, cashier's office, and the immediate reception room. 
The manager usually goes out for the lunch period. Perhaps the last thing 
done in a day's work is the signing of the out-going mail. In housing, 
the pay sheet from the maintenance department comes to the main office 
around 5s00 p.m. The closing time is 5:30 p.m. 
The daily routine of the manager, and differing personal responses to 
it are indicated in the managers’ own accounts. 
Manager Brown: 
Problems from tenants range all the way from family discords, 
sickness, debts, other than rents, legal cases, welfare cases, 
juvenile cases, etc. From many civic organizations oome requests 
for tenant solicitations in various money-raising drives, whioh 
create another problem, for what manager wants to call on his tenant 
workers all during the year to duplicate efforts some are making for 
their jobs, churches, clubs. The organizations seem to think that 
the managers of projects have closed communities. Some problems are 
solved, some are referred to agencies and legal authorities. There 
is no set rule and regulation for handling problems, but the whole 
tenant relations program is based on the written contract or lease 
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which the manager cannot dodge. This solving of tenant problems 
is usually done through experience and on the spot wisdom with 
regard to and, perhaps, some modification of set rules. 
Manager Hand: 
%■ day is varied, but I have tenant conferences in the mornings; 
I feel better and so does the tenant. They come in with such trivial 
things. Sometimes they have to see me just to give a request they 
could easily give to the others. The morning hours are usually full 
and when problems arise I don’t do a whole lot of deciding. % 
decisions are usually ready-made. That is, I make a habit of crea¬ 
ting problems in my mind and working them out to some sort of a 
solution. Usually when problems arise I can solve them easily for 
I have placed myself in suoh a problem and have already worked out 
an answer. Then, sometimes, it is best to put off an answer and 
think it through. You see, one in authority should be careful about 
making decisions. Everything should be done objectively until a 
happy medium is reached. As one in authority, don't be in a hurry 
I say, for no way in the world can one run away with one in authority. 
As far as rules and regulations, or rather a set form of rules and 
regulations, I don't deed much with the downtown offioe. They rarely 
see things my way, so they just let me alone. 
Manager Sims : 
I am working hard since I have been here as manager to get things 
my way. Some problems are settled here. In fact, I settle most of 
them myself. I refer some to the proper souroes. In rely on my 
training at the School of Social Work and I can pretty well work out 
a solution. For each case is an individual one and you can't have 
any certain rules and regulations to strictly adhere to. I rely a 
great deal on my training and on the spot wisdom. 
Manager Hand: 
When I arrive at the offioe usually there is some family problem 
waiting to be discussed. Today a family with mother and daughter 
came in; the daughter is getting married and the mother wants a 
larger apartment to take care of the son-in-law. There is no printed 
policy to say what I should do in this case, but the decision is 
reached through a broad policy from the social point. The deoision 
to give the daughter a unit of her own is based on what I think is 
the proper sociological view of family life. 
Another case to the point: The wife is expeoting a baby soon 
and there are three other children to be considered. The husband 
has not paid rent for three months. % decision was to give him 
another chance to pay the delinquent rent, but I am keeping my fingers 
crossed. I could not see this wife and children put out of a home. 
With any manager’s knowledge of the various problems that come, 
there has to be, at times, a softened decision and one with discretion. 
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All regulations ha-ye to be flexible because of the varying nature 
of the problems• 
The materials indicate that the local managers are all extremely 
decision-conscious. The best "technical equipment of a manager in this 
situation seems to be the ability to make efficient decisions and not have 
them backfire on the agency or on himself. 
As indicated, he is responsible to the Executive Director of the Au¬ 
thority for the operation of his particular project. This responsibility 
must be exercised within the rules laid down by the commissioners. 
The local Authority took a position early in its program favoring a 
strong management set-up in each of the projects, and this has held each 
manager entirely responsible for project operation; with that responsi¬ 
bility he has been accorded full authority. Staff meetings are held 
regularly, usually monthly, at which time all managers, white and Negro 
meet with the Executive Director to discuss mutual problems* suggest solu¬ 
tions and receive official policy changes of the Authority, The central 
office has scrupulously respected the decisions of the Negro managers, 
thus maintaining and increasing the authority of their positions in the 
eyes of the tenants, staffs and general community* 
Decisions are made by managers in order to organize, direct or control 
responsible subordinates to the end that all service contributions be 
coordinated in the attainment of an enterprise purpose. Thus one of the 
most important functions of the local manager is to choose a staff or 
working team and to assure cooperation, high moral and low turnover among 
that team. The staff of the local project is of two types: office and 
maintenance. The problems with respect to the two tend to be different. 
Much has been said and written about the qualitifioations for managers, 
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but the prospective manager will find very little help in selecting a 
staff, in making a job schedule for them, in reducing the turnover among 
employees, and in maintaining a high standard of employee efficiency on 
the project* 
What faotors determine the size of the staff? The most obvious factor 
would seem to be the number of dwelling units in the project. The ratio 
of families to employees can serve as a danger signal to the manager that 
he is either understaffed or over-staffed. There are several factors which 
affect the ratio of staff to tenants. These factors may arise from (l) 
the physical aspects of the project, (2) the type of service the manage¬ 
ment gives the tenants, and (3) the functions performed by the individual 
employees• 
One must take into consideration the number of separate buildings, 
acreage and land coverage of the project, height of buildings, arrangement 
of apartments in relation to number of stairwells, foyers and other common 
use spaces and types of construction. The number and kinds of steps and 
the equipment in the building. There may be a labor differential between 
various types of heating plants used, the location and types of fuel used. 
Up-to-date office equipment reduces to a certain extent the office staff. 
The type of service given the tenants is another determinant of size 
of staff, whether the services rendered will be more in the field of 
welfare programs, or raising the standards of building maintenance, cutting 
the cost of repairs and whether the re-decorating is done by outside labor 
or by maintenance staff, and how often. 
A third group of facts arise from the possibility of combining in one 
member of the staff, several functions, i. e., combination bookkeeper and 
26 
secretary-cashier, clerk and telephone operator, janitor-fireman, build¬ 
ing superintendent -chief engineer, etc. Quite often there is a restric¬ 
tion on the duties of an employee as well as a regulation governing hours 
of work and wages. The manager can handle this difficulty by reclassify¬ 
ing the employees. 
Here in Atlanta, the managers are allowed to select their personnel 
with the approval of the wage offered by the central office. The superin¬ 
tendent is allowed to select the personnel for the maintenance department 
(who operate with a set scale in regard to salary) according to the classi¬ 
fication subject to the approval of the manager. 
This, of course, is in line with proper delegation of responsibility 
and conducive towards better cooperation between the men who have to work 
together on the various crews. In this connection, it is well to keep in 
mind the experiences of one manager who had to tend his own boiler plant 
for two days because his chief engineer had trained his men to be loyal to 
him and not to the manager. ïïhen the chief engineer was fired for incom¬ 
petency, his whole crew -walked out with him. The answer is in the proper 
selection of department heads. Granted that the applicant, on the basis 
of past occupation is desirable for the job, the manager tries to get 
answers to the following questions : 
1. 'Will this new employee fit in well with the organization 
already functioning? The question refers to temperament, team¬ 
work and willingness to follow instructions. 
2. Is this employee likely to increase the turnover among the 
members of the staff? 
3. Is this employee material for promotion when his superior 
moves up or out? It goes without saying that most of the 
expense and trouble incident to a high turnover can be off¬ 
set by promotion within the force. It is always easier to 
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fill gaps in the ranks of the least skilled, 
4, How will this employee get along with the tenants? This 
question varies in importance with the job, but in no case 
should it be disregarded, for each employee directly or 
indirectly, sooner or later, will come in contact with the 
tenants, or with matters relating to tenants, (The manager 
must keep in mind that most of the office staff, the 
janitors, the handymen, the repair crew, and to a lesser 
extent, the redecorating and heating personnel are furnish¬ 
ing service as distinguished from goods which may be accept¬ 
ed or rejected on their comparative merits and that indivi¬ 
duals differ in their ability to render servioe, all other 
things being equal. In this connection, it would be well to 
keep in mind that housing projects will be occupied by people 
who have not been receiving the same type of service as we 
plan to give them, and also that the employees are not used 
to rendering service to this particular income group. Then 
there are the children in the project. Will he get along 
with children? 
5, The possibility of a combination of functions in a capable 
employee without detriment to good management should always 
be investigated in personnel selection. Will the employment 
of this particular person contribute towards a well-balanced 
staff? 
Quite often the Atlanta manager finds it extremely difficult to get 
adequate answers to these questions before the applicant enters the job. 
The Negro managers in Atlanta seem to favor the training of new employees 
in the work situation instead of trying to recruit them from other posi¬ 
tions in other projects. 
The manager, assistant, and tenant relations person are expected to 
be available twenty-four hours a day to make the project a success, but 
the management usually makes every effort to reduoe to a minimum the 
occasions when members of the staff have to do overtime. This means that 
there is considerable planning on the part of management to eliminate as 
muoh overtime as possible and, also, to give corresponding amounts of 
free time. It is not the practice to pay for overtime work. 
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The problems of the manager in relation to staff and personnel do not 
end with the determination of an adequate selection of the most capable 
people to fill the positions. The rate of employee turnover has a defin¬ 
ite bearing on maintenance cost, and is also one of the tests of good 
management. Howver, in the Atlanta area for the last ten years, there 
has been little or no turnover in the office staff, but maintenance turn¬ 
over has been rather heavy. Only two managers of the original five have 
left the job as manager, and that was as a promotion; one to a position 
as a college president, and the other to a federal job in the housing 
field. First, with the exception of rare cases, the employees are paid 
the prevailing wage. Second, the typical management provides outings for 
the reoreation of the staff and brings them together at other times than 
during working hours. It gives them the feeling that the management is 
interested in providing for their enjoyment as well as for their employ - 
ment. 
The managers use a variety of techniques to insure good work group 
relations and tenant relations• 
Manager Browns 
I think there should always be some sort of social affair to 
bring all the workers together. It is also an opportunity for the 
manager to gain an insight into personality difficulties, different 
from work situations. Praise and small gifts in staff meetings play 
a great part. In relation with tenants, there are bulletins and 
letters of praise for wholehearted cooperation with maintenance pro¬ 
grams» annual dinners and certificates for good housekeeping, and 
some encouragement for tenant social gathering, oampships and scholar¬ 
ships. A pleasant speaking tone at all times and recognition of 
tenants in public places go a long way 
In contrast to what most of the managers think are good tenant and 
public relations techniques: 
Manager Ward: 
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To improve relations rath the tenants, -we give dinners for cam¬ 
paign workers, graduating gifts to all the graduates in our immediate 
community, and other little things like that* I really don't think 
doing these things for tenants pay a large dividend. However, even 
though they should * . , we cooperate with the neighborhood school in 
all we can and the campaign groups of the city, Among my office 
workers here, you know they are all ladies, I have to give each one 
something special to do for me to create a good feeling that I am 
not playing favorites, Only one here seems to be down to earth. The 
others will feel that they are overlooked. 
Manager Cleveland: 
In the matter of personnel, I try to have policies that have been 
cooperatively reached by entire staff and try to keep up high morale, 
I try to be sympathetic and understanding and set a high standard 
of efficiency, 
Manager Sims : 
Trfe have weekly cooperative discussions and workers conferences 
held at various intervals, which help to keep morale high and improve 
the workers to the point of greater efficiency. 
Manager Cleveland seeks to keep down cliques: 
I try to study my people in my office. Much has to be known 
about their backgrounds for insecurity and inferiority feelings on 
the part of the office staff will cause cliques and petty jealousies, 
I try to keep them all so very busy that there is not much time for 
dangerous friendships to form. 
The writer, after working with four different managers, is of the 
opinion that the successful manager must have good social and civic atti¬ 
tudes* This possession of good social and civic attitudes may or may not 
mean possessing the attitudes that are current and dominant in the commu¬ 
nity, The community itself may stand in need of re-education. He may be 
able to get the rents paid if he. is a believer of owner-absolutism, but he 
will not get genuine i/diolehearted and voluntary participation from the 
residents or the office staff. If he does not believe that a neighborhood 
is a naturally dynamic social entity, his rent delinquency and vacancy 
ratios may point to success in limited areas of the housing enterprise, 
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but he will fail to use housing for its most constructive purpose, namely, 
the development of good citizenship, the instrument of education and re¬ 
generation» 
“Successful housing management is more than 100 per cent rent 
rent collection» It is more than absolute perfection in discipline 
with respect to grounds and property* It is more than detailed, 
conscientious property maintenance* These obviously belong to 
successful management, but included in that term is also, and even 
primarily, all possible contributions to the economic, social, and 
civic development of the families who alone justify the material 
efforts,1 
Community Activities 
The managers in public housing are urged by the Executive Director to 
get into genuine community activities» There is a feeling among the 
managers that this kind of participation marks special contributions on 
the part of public housing, which is in turn good public relations. 
Workers are released from routine work to participate in these worthy 
activities» Consequently one will find the managers participating in the 
National Boy and Girl Scouts of America, the Urban League, the Metropoli¬ 
tan Association of the Blind, the Negro Division of the Atlanta Tubercu¬ 
losis Association, Church Boards, and Yfelfare Boards. All managers are 
recognized members of the National Association of Housing Officials. 
Each has convictions and party affiliations in politics, but the public 
job of housing officials render some restrictions» 
There are certain duty contacts which must be developed and sustained: 
Serving as chairman of one of the many civic drives, such as Community 
Ï 
Bryn J. Hoyde, "Qualifications of Successful Local Housing Authority 
Managers." Paper Delivered at General Session on Housing Administration» 
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Chest, Hed Cross, etc., and attendance at annual picnics of staff and main¬ 
tenance are good for personnel relations» 
CHAPTER IV 
THE MANAGER AS A PERSON 
The focus in this section is upon the manager as a person. How do 
these six subjects interact in the local job situation? What is the 
quality of their responses to the demands and traditions of the calling? 
The materials that follow describe the career lines of the managers; 
their personal evaluations of the manager's job and status and their 
statements of the characteristics of an ideal manager. 
After studying a group of executives, William E. Henry concluded that: 
The successful executive posits authority as a controlling, 
but helpful relationship to superiors. He looks to his superiors as 
persons of more advanced training and experience -whom he can consult 
on special problems and who issues to him certain guiding directives, 
He does not see the authority figures in his environment as destruc¬ 
tive forces. 
These executives who view authority as a prohibiting and destruc¬ 
tive force have difficulty relating themselves to superiors and 
resent their authority over them. They are either unable to work 
smoothly with their superiors, or indirectly and unconsciously do 
things to obstruct the work of their bosses or to assert their in¬ 
dependence unnecessarily. 
It is of interest that the dominant crystallization of attitudes 
about authority of these men is toward superiors and toward subor¬ 
dinates, rather than toward self. This implies that most crucial 
in their concept of authority is the view of being a part of a . 
wider and more final authority-system. 
The participation in this role, however, is not a thing apart 
from the personality of the individual participant. It is not a 
game that the person is playing. It is a wajr of behaving and think¬ 
ing that he knows best, that he finds rewarding, and in which he 
believes.I 
That about the attitudes to the job? All showed modest mild enthu¬ 
siasm and slight tension in talking about their calling. This group of 
1 
William E. Henry, "The Business Executive: Psychodynamics of a Social 
Role," quoted in Robert Dubin, Human Relations in Administration (New York, 
1951), pp 103-04. 
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managers exhibited high drive and achievement desire, some more than others, 
with stress on the sheer accomplishment of the work itself. Although this 
drive for achievement was sensed in each executive, a strong orientation 
toward realities and their implications were apparent in each instance. 
Some of the realities pointed out which make the services and ivelfare 
aspects of their jobs more difficult: the problem of better working rela¬ 
tions between equals; the belief that superiors are not really interested 
in the human side of the job, the impractical design of some units; the 
arbitrary victims of rules and regulations in regard to the incomes of 
those living in public housing, 
A sense of responsibility seems to act as a counterweight to the pres¬ 
sure to make decisions. Although each one probably thinks of himself as 
able to handle problem situations with efficiency, their approaches and 
methods vary. 
Manager Brown: 
People reacting to the lavra of housing regulating their daily 
living will create problems. Therefore, managers are never satisfied. 
The only factor to contribute to complete satisfaction on the part 
of a manager is to have a small project and know all the families 
intimately. 
Manager Ward: 
Usually when problems arise, I can solve them easily, I make a 
practice of creating problems (tenant problems) and by placing myself 
in the problem situation, I have already worked out an answer. 
Manager Hand: 
There are regulations to strictly adhere to; but I rely a great 
deal on my training experience at the social school and on-the-spot 
wisdom. 
Manager Ward: 
Sometimes it is best to put off an answer and think it through 
34 
You see, one in authority should be careful about making decisions. 
Everything should be done objectively until a happy median is reached. 
As one in authority, don't be in a hurry for there is no way in the 
world one can run away with one in authority. 
Each manager appears to feel that he directs his particular project 
with a minimum of interference from superiors. This was frequently a 
matter of pride and defense. 
In trying to ascertain whether the decisions made by managers stem 
from exchange of experiences or on-the-spot wisdom or formal rules, the 
question was asked; How much do you exchange experiences with other mana¬ 
gers? How do you do it? 
Manager Brown: 
The exchange of experiences with the other managers often proves to 
be of great value, because of so many varied problems faced daily 
with tenants and the public. Telephone calls are the most frequent 
media used. Letters show too much formality. 
Manager Sims : 
We managers exchange experiences mostly by telephone. There are 
managers meetings in which policies are discussed and, also, executive 
meetings on problems and policies. There is a free exchange of ideas 
from managers here in Atlanta, both Negro and white. There is also 
a good exchange of views between executive and managers. 
Manager Hand; 
Managers exchange experiences quite often. We decide things mostly 
together. We telephone each other at all times about problems. 
Even the executive calls us about changes in policy and at all times 
asks for our suggestions. When new releases come out, we feel free 
to call him baclf to give suggestions that we feel will cover our 
problem better. 
Manager Cleveland: 
Yes, we exchange experiences you see. We managers are supposed to 
me once a month,sometimes we do and sometimes we don't but we talk 
to each other over the phone and exchange ideas and express our 
views. Sometimes policies are arrived at in our more formal meet¬ 
ings. E0r instance, the matter of the self-employed persons (like 
taxicab drivers); we just have to settle an income for those fellows 
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for they would demand that they make only $17.00 a week. I just tell 
to be fair for I have already given them an income around $35.00 a 
■week, and if they do not make that much they had better find a job 
that paid that much. 
Manager Wards 
The exchange of experiences is usually done by telephone among all 
managers, both white and Negro. There are more experiences shared 
by this media than by any other. As far as rules and policies, I 
don’t deal much with the downtown office, they rarely see things u$r 
way so they just let me alone. 
Manager Sims : 
Even the executive calls us about changes in policy and at all times 
asks for our suggestions. 
The data show that the informal exchange via telephone is probably the 
most important means by which managers discuss problems and check judgments. 
This is particularly true for the work-a-day problems. Broad policies are 
established by executive order as through formal meetings. 
The following document consists of the verbatim notes recorded by the 
investigator after attending,as a participant, a meeting of the managers 
of the Negro projects. 
An Observation: Manager’s Meeting: 
This room is small and compact with a table in the center and 
chairs placed around. Around the wall are soft chairs and a sofa. 
The five managers, four men and one woman, are seated around the 
table. The assitants are seated around the wall on the soft chairs. 
No one arranged the seating but it automatically worked out that way. 
This small clubroom is located in one of the local housing projects. 
The meeting was oalled to order informally by the home manager, 
who is also the manager of the largest project, and is considered 
by tradition to be the senior manager. 
The purpose of the meeting is to discuss new policies handed 
down from central office in regard to residual families, servicemen’s 
families and retroactive rents. The new policies are read by the 
presiding manager item by item, and in turn are discussed. 
Interpretations of the new policies to be enforced were as different 
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as each personality. 
Manager Brovm: 
A person in his middle 40's had at one time been a sohool teacher, 
counselor in C. C. C. camps, an assistant manager. He is in favor of 
the humanitarian touch in regard to forcing policies on all indivi¬ 
duals alike. His interpretation brought out the fact that he would 
try and enforce the new lavra with an eye on resulting consequenoes 
to eaoh individual. He intends to be fair enough so as not to 
arouse criticism from central office. 
Manager Cleveland: 
A man also in the middle 40's but one whose formal training has been 
that of a bookkeeper, who has worked as a bookkeeper. A man of many 
memberships in various organizations. A family man. This manager 
was imbued with the idea of color consciousness and regardless of 
how the new policy was interpreted from the formal end, he would at 
all times view his mission as one to give to his own people every 
advantage he could. 
Manager .Tard : 
A man of perhaps 60 years of age, a widower and one time school tea¬ 
cher with many diplomas on the wall of his office. Primarily a 
trained business man. He did not rise from the ranks in public 
housing, but was a direct appointee. His view of all policies was 
the carrying out to the letter just what the central office wanted, 
after gaining the interpretation given by this office. To modify 
the policies in any way, he felt, would weaken one's position as 
manager, and some control and prestige would be lost* 
Manager Sims : 
A woman in her late 40's or early 50's, a social worker with some 
fifteen years experience in housing came up the ladder (job) from 
the ranks. Her record as a manager has been reputed to be the best 
in the business from the central office reports. She viewed the 
policies as being a cross-the-board regulation for all tenants re¬ 
gardless of individual differences and economic standing. 
Manager Hand: 
A man in his early 40's, a master's degree in social work, twelve 
years of housing with a war service period intervening, married, no 
children, a go-getter, a very hard working fellow with no sympathy 
for fellow-workers; expressed himself as being in favor of all 
policies, but would apply them to the best advantage of both parties 
concerned. 
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At the close of the meeting, no definite agreement had been reached. 
Manager Cleveland insisted that the articles "and/or" often set a 
different interpretation on a policy. The meeting was dominated by 
Manager Cleveland with arguments as to what the interpretations 
should be• He continued this until others were impatient and agreed 
to ask central office for over-all clearance. 
This meeting showed that all workers were trying to be cooperative, 
but were reluctant to concede to the other’s point of view. Mainly, 
I think, because the new policies involved had been in force for 
some time before this meeting. Some decisions had been made by 
each manager and, perhaps, some retractions would have to be made. 
The assistants ’/rere not asked directly to speak, but often broke in¬ 
to the conversation with ideas which were accepted as information. 
Cokes were served and the meeting was adjourned. 
Managers recognized the worth of warmth as well as finnness in their 
relations with their subordinates. To improve relations within the 
office and among the clientele. 
Manager Sims : 
For instance, here ive have our annual affairs like garden contests, 
where awards for encouragement in that field and banquets are given 
for the tenants * 
Manager Ward : 
ife have dinners for campaign workers, graduating gifts to all the 
graduates in our community and other little things like that. I 
really don't think doing these things for tenants pay a large divi¬ 
dend, however, even though they should. Among my workers here, you 
know they are all ladies, I have to give each one something special 
to do for me to create a good feeling that I am not playing any 
favorites. Only one here seems to be down to earth. The others 
will feel that they are overlooked. 
Supervisor Graves: 
In the work situation there are weekly cooperative discussions, work¬ 
ers conferences which are held at intervals. Public relations is 
handled through good policy interpretation, since this department is 
the key to good public relations for housing. 
Manager Cleveland: 
In the nœtter of personnel, I try to have policies that have been 
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cooperatively reached by the entire staff and try to keep up high 
morale. I try to be sympathetic and understanding and set a high 
standard of efficiency. If cliques start, I try to put them down 
(for they are not good) by putting extra work on all to bring the 
cliques into cooperation. Cliques usually develop out of person¬ 
ality problems, various social groupings and educational back¬ 
grounds. So you have to look at the cause also. 
Manager Brown: 
There are usually staff meetings to evaluate the work done and praise 
is given to the workers when a job is well done, sometimes little 
inexpensive personal gifts, just to let them know that the manager 
is taking notice. There are bulletins of praise to the tenants 
also, but I think the manner 5.n which the manager meets his 
clientele, whether at home, in the streets, or in the office, can 
go a long way tovrard establishing good relations. 
Given these characteristics, what are the elements in their careers? 
The roads to particular organization offices are varied. On 
the other hand, certain uniformities and regularities are evident. 
1/llhen there is sufficient regularity so that we can talk about a 
pattern of development to a particular office, vre then have what 
we call a career. However, one’s ambitions and accomplishments 
turn, they involve some sequence of relations to organized life. 
In a highly and rigidly structured of statues and clearly defined 
offices. In a freer one, the individual has more latitutde for 
creating his own position or choosing from a number of existing 
ones; he has also less certainty of achieving any given position. 
There are more adventures and more failures; but unless complete 
disorder reigns there will be typical sequences of position, achieve¬ 
ment, responsibility and even adventure. 
Subjectively, a career is the moving perceptive in which a per¬ 
son sees his life as a whole and interprets the meaning of his 
various attributes, aotions, and the things which happen to him.l 
Since the job of housing manager is a relatively new position in 
Atlanta, the pioneers in housing are still the ones who are holding down 
jobs as managers, so we set out to find what kind of occupations they 
were engaged in before public housing. A variety of previous occupations 
was mentioned, with teaching and business constituting the most frequent 
calling just before entering housing: 
Everett C. Hughes, "Career and Office," quoted in Robert Dubin, 
Human Relations and Administration (New York, 1951), p. 97. 
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Manager Ward: 
I'-re done a lot of things in my life. I was a salesman in undergrad¬ 
uate school, hotel waiter, roadhouse waiter, bellhop, steamboat 
waiter, dining car waiter, insurance man (I wrote the sixth policy 
for the old Standard Life Insurance Company). I served as head of 
the Business Department of Morris Brown College and Washington High 
School; teacher of economics and sociology, and accounting at Blue- 
field State College and Hampton Institute. (This manager did not 
serve an apprenticeship of any kind as manager) Since being in 
housing, I realize that the tenants have to be taught in order to 
help themselves. Therefore, I stay after hours to give them a 
chance to talk if that is what they want. 
Manager Brown: 
There were many odd jobs in my life. So many I am afraid I can’t 
name them all. I worked as a delivery boy, elevator operator, 
bundle wrapper in a laundry, picture framer, automobile painter, 
wheeler in a brickyard, valet for a Merchant Marine Captain, and 
as an apprentice cabinet maker. After college, I tried teaching 
school. I was also appointed Educational Advisor for the National 
Youth Administration. 
Manager Cleveland: 
I was able to finish college and graduate school, and my first job 
was as purchasing agent for Atlanta University. I came into housing 
in 1937 as bookkeeper-accountant at University Homes, and from that 
position moved into the manager’s position. 
Manager Sims : 
% only job has been in housing. INhile in college and through 
graduate school, I was a part-time employee, with time out for the 
armed services. I advanced from rent clerk to assistant manager, to 
manager. 
There is only one woman manager in public housing in Atlanta. However, 
there is a woman supervisor who, like the manager under whom she worked, 
started as a social worker. Her career line: 
Before coming into housing I worked as a National Youth Administra¬ 
tion Counselor, a school teacher, and a social case worker for the 
Department of Public ïfelfare. I advanced from Management-aide to 
the position of manager. 
The supervisor had this to say: 
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I started working at the age of 12 years in a laundry as a shirt 
buttoner and worked there off and on during iffy school years» 
After finishing school, I taught school, worked as an FERA case 
worker, with a TfifPA study group of aged people, a case worker for 
the Department of Public Welfare and Home Visitor for the housing 
project in the beginning» 
In housing the manager finds himself faced with many problems, not all 
are decision making» These problems call for tolerance and understanding. 
They come from people in all walks of life: in a public housing project, 
there are families directly from the country and not accustomed to living 
in compact neighborhoods; there are families who are living primarily 
from grants from social agencies; and there are families whose formal 
training is on the elementary level. Their conceptions of the different 
rules and regulations are often colored by personal interpretations which 
are applicable only in their immediate sphere of maderstanding. They 
come to talk about husband and wife separations, desertions, rents, vice, 
sickness, death, birth, wayward sons and daughters. Some problems are 
imaginary, but many are real. The majority of the residents are in the 
unskilled labor market and earn no more than the prevailing hourly rates 
in that field. 
With this background knowledge of the manager's many problems and 
the kinds of people who bring them, they were asked to give their con¬ 
ception of the job, how it ranks on the professional level, how tvell they 
liked their job, why they like it, and to point out some of the negative 
features. 
Those who consider the job a profession, stressed the training required 
as the most important criterion 
Manager Hand: 
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Yes, I think the job is professional, because of the qualifications 
required. I like dealing with people trying to help solve their 
problems. Working in housing in Atlanta is very pleasant, you have 
freedom, it is a job that keeps one busy and dealing with different 
personalities is challenging. 
Manager Brown: 
I don't think this job is a profession. The manager's job in housing 
occupies a peculiar relationship, not in the category of any profes¬ 
sion, but it will be professional if and when it is developed in 
relationship with tenants. The manager's social role, which is a 
tremendous one will make it a profession when we managers realize 
that we are here to teach people and help to improve their lives. 
Manager Sims : 
I feel like we are now on a professional level because of certain 
training and apprenticeship required. I like most working with 
people and being able to actually see and measure social improve¬ 
ment. Example: Mr. and Mrs. Jones moved in with two children. The 
family was very crude in their behavior and had no ambition for them¬ 
selves or their children. A good talk with the father and mother 
had its results. They are now a family any community could be proud 
of and the two children are in college. 
All of the managers were enthusiastic in explaining their liking for 
their jobs because of the opportunity to work -with people and their prob¬ 
lems. They agreed that the job offers a challenge and that the work 
situation is pleasant. The dislikes centered around the frequent con¬ 
flict between tenants and management over the understanding of the writ¬ 
ten contract; the necessity to evict tenants; and the task of assessing 
extra charges for some infraction of maintenance regulations. 
Increased prestige has been mentioned by William E. Henry in his 
article, "The Business Executive," as being one of the drives found in 
officials. What do other people think of me? is a question that is cru¬ 
cial. The managers were not in agreement on the my in which they assessed 
what others thought of the manager's job. Two of the five thought that 
others depreciated the calling. 
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Manager Sims : 
My people think of me a being a little more important than any of 
the other professions because they bring all of their problems to 
me, whereas the doctor and lawyer get only special problems. 
Manager Yfard: 
I think the people look upon the job as housing manager in the same 
class as a school principal. 
Manager Brown: 
From my contact with people in the community I get the idea that 
people outside of the projects regard our role as that of a 
typical rent collector. 
Manager Hand: 
I feel that the community sees the job as manager as something 
special because they bring all their problems. 
Manager Cleveland: 
I feel that the community looks at the job of manager as a peculiar 
relationship, not in the category of any profession. 
The person’s estimate of the satisfaction he is getting out of a job 
is one measure of his success in the position. William E. Henry, in dis¬ 
cussing apprehension and fear in executives, says: 
If one is continually active and always trying to solve problems 
and arrive at decisions, any inability to do so successfully may well 
result in feelings of frustration. This seems to be true of the 
executives. In spite of their firmness of character and their drive 
to activity, they also harbor a rather pervasive feeling that they 
may not really succeed and be able to do the things they want. It 
is not implied that this sense of frustration comes only from their 
immediate business experience. It seems far more likely to be a 
feeling of long standing within the executives and to .accentuated 
and reinforced only by their present business experience. 
This sense of the perpetually unattained is an integral part of 
this oonstellation and is part of its dilemma. It means that there 
is always someplace to go, but no defined point at which to stop. 
It emphasizes the “self-propelled” nature of the dynamics of this 
role and highlights the inherent need to always keep moving and to 
always see another goal ahead. This also suggests that cessation of 
mobility and of struggling for new achievements will be accompanied 
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by an inversion of this constant energy. The person whose mobility 
is blocked, either by his own limitations or by those of the social 
system, finds this energy diverted into other channels.^ 
Some people seek recognition mainly within the primary groups 
and are content with this source alone. This level is more typical 
of manual ’workers whose occupations do not give them many contacts 
with people outside of their immediate work groups. For them it is 
more important to bowl with the boys than to attend a shop confer¬ 
ence on safety. Buying a gift for a work partner who is going to 
be married is more important than representing the factory on the 
Community Chest drive. These people who obtain status satisfaction 
in the small, immediate work groups, we shall call the primaries. 
Other people compete for status largely on the secondary level, 
that is, they desire status in the work plant society or the communi¬ 
ty rather than in their primary work groups. They seek broad recogni¬ 
tion both inside and outside of the work plant. This widespread 
acclaim may be sought from occupational, professional, managerial, 
or union organizations. Recognition may also be sought as leaders 
in community-wide organizations, such as the Community Chest, Red 
Cross, Chamber of Commerce; this level of participation is more 
typical of workers in managerial and white-collar jobs.2 
Managers mention two types of satisfactions: Those that come from 
community recognition or the approval of professional peers and superiors, 
and those that come from the responses of tenant clients. 
Manager Hand: 
My most satisfying experience in housing was the effort we put 
forth in corraling tenant interest to raise $1400.00 for the 
Community Chest. I felt good making the report that night 
Manager Sims : 
My most satisfying accomplishment did not oocur in housing. To 
me the fact that while I was teaching I had the ability to stimulate 
students to study hard was something I was proud of. 
1 
William E. Henry, uThe Business Executive: Psychodynamics of a Social 
Role,” quoted in Robert Dub in, Human Relations in Administration (New York, 
1951), p. 105. 
2 
Delbert C. Miller and William H. Form, Industrial Sociology (New York, 
1951), p. 361. 
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Manager Browns 
ïfy most satisfying accomplishment since being in housing was the 
recognition from the Public Housing Authority of Washington, D. C, 
for a job well done in the reclassification of tenants. 
Manager Cle-veland: 
My most satisfying accomplishment is to have developed a coopera¬ 
tive understanding and wholesome relationships on the tenant- 
landlord basis. 
Manager Ward: 
The challenge that comes when an undesirable family is raised to 
the level of full fledged citizens. 
Manager Hands 
I like to work with people. This job is a challenging one and as 
long as you are doing a good job, no restrictions are placed on you. 
One has to live almost a double life, pleasing local and federal 
and, very often, political regulations. 
Manager Brown: 
I like most of all working with people and being able to actually 
see and measure social improvement. 
Manager Ward: 
I like most about my job, the fact that I am working with people 
and I don't think anything that is done in the world counts, un¬ 
less it is working with or doing for people in some form. 
Manager Cleveland: 
I just love my work because I have the opportunity of helping to 
solve problems for people and I like to deal with them. 
The negative features of the job involved the "dirty work" of evicting 
tenants or seeking to get cooperation between recalcitrant tenants and 
management, and between the office staff and the maintenance staff. 
Manager Sims : 
I just hate the fact that we can *t seem to be able to get some of 
our tenants to understand the requirements of the lease; which makes 
for bad tenant-management relations• 
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Manager Brown: 
I can’t think of a thing that I really don't like. You see I never 
think negatively, I never look hack. If you want to be happy, 
don't think about the bad. My philosophy is against negativism. 
Manager Ward: 
I dislike most making drastic decisions that a manager has to make 
sometimes; after not being able to bring a family around to a 
satisfactory social adjustment. Also the collection of excess 
charges we have to make because of poor housekeeping habits. 
Manager Cleveland: 
I do not like to evict tenants for any reason whatsoever. But we 
can't tolerate dives, dirty housekeeping habits and forced rent 
collection, and help the people. 
Manager Hand: 
This strained relationship between maintenance and manager, which 
I feel is partly due to poor interpretation of the program. 
What are the career aspirations or expectations of this group? Henry, 
in discussing his group of executives, points out: 
All the successful executives have strong mobility drives. They 
feel the necessity to move continually upward and to accumulate 
the awards of increased accomplishment. For some the sense of 
successful mobility comes through the achievement of competence 
on the job. These men struggle for increased responsibility and 
derive a strong feeling of satisfaction from the completion of a 
task. Finished work and newly gained competence provide them 
with their sense of continued mobility. 
A second group rely more upon the social prestige of increased 
status in their home communities or within the organizational 
hierarchy. To them the real objective is increased status. Com¬ 
petence in work is of value and at times crucial. But the satis¬ 
factions of the second group come from the social reputation, not 
from the personal feeling that neoessary work has been well done. 
Both types of mobility drives are highly motivating. The zeal 
and energy put into the job is equal in both instances. The 
distinction appears in the kinds of work which the men find 
interesting. For the first group, the primary factor is the nature 
of the work itself — is it challenging, is it necessary, is it 
interesting? For the second group, the crucial factor is its re¬ 
lation to their goals of status mobility — is it a step in the 
direction of increased prestige, is it appropriate to my present 
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problem, what would other people think of me if I did it?^ 
The striking fact about the group is that none was optimistic about 
the chances of upward mobility. All seemed aware of a ceiling. One 
stated explicitly what was implicit in the remarks of some of the others: 
the chances of a Negro manager are limited: 
As a Negro manager there is the problem of limitation in the 
housing field in the South, which disturbs me. We can't look for 
any further advancement. The movement in this field is limited, 
unless one looks at the national scene. This lifetime picture of 
remaining in one position with no chance for advancement in your 
chosen field is somewhat frustrating to Negro managers who are 
faced very definitely with a ceiling. We can't ever hope to be 
anything but a manager. 
Two managers indicate that they are perfectly satisfied and wish to 
remain in the same position, and one wished to remain -with his same people. 
Knowing that most of the managers have given a large part of their 
working careers to housing, the investigator asked just what qualifica¬ 
tions or characteristics they thought were essential to good management. 
Understanding, personality, and a knowledge of business procedure were 
stressed, in approximately that order. 
Manager Brown: 
An ideal manager of housing is one who knows where the line of 
demarcation between the social and business aspects of his job 
lies • 
Manager Ward : 
I think, or rather I know, a manager should have patience, good judg¬ 
ment, wisdom, a real sympathetic attitude, should be able to get the 
confidence of all the tenants and have time for them; should be able 
to give a feeling of security to them and instill in them the belief 
that they are worthwhile 
1 
William E. Henry, "The Business Executive: Psyohodynamios of a Social 
Role," quoted in Robert Hubin, Human Relations in Administration, (New 
York, 1951), p. 103. 
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Manager Clevelands 
To my mind an ideal manager ( a little hesitant) must have a good 
personality and good understanding of people. He must have an even 
temper, be patient and considerate and feel secure in his job. 
Manager Sims : 
I feel that the ideal manager should be first of all a good listener, 
positive, patient, tolerant, have security, training for the job, 
and an awareness of all improvements and possess the ability to 
swap ideas with other people. 
Manager Hands 
The ideal manager to my mind should be a good administrator, with 
a knowledge of sound business procedure and with a full understand¬ 
ing of social implications of public housing. He should be one 
with the flexibility to know when to be firm and when not to be. 
One has to have a genuine interest and love for the welfare of 
people. 
To the questions, Who really controls public housing, four of the five 
managers felt that the real locus of power is Washington, One pointed to 
the indirect influence of the "Real Estate lobby,” 
The Public Housing Authority, with headquarters in Washington, D. c, 
really calls the turns for things to get done. Although local hous¬ 
ing authorities set up laws pertaining locally, FHA is a corporate 
body and can, at anytime, void any of the acts of the local body. 
However, at no time does the local body release any laws without 
suggestions from managers. 
Manager Ward : 
I’ll tell you who really tells the Public Housing Authority what to 
do and where to get off. The big Real Estate Lobby in Washington, 
FHA does everything it can to please them. They don't go any fur¬ 
ther than the Real Estate Lobby says go, I got this information 
from one of the big boys of the powerful Building Loan Association. 
What do these managers think public housing has accomplished in Atlanta? 
Manager Brown: 
In the Atlanta Public Housing setup, the projects now occupied by 
Negroes has helped in establishing a desire for sanitary living and 
thereby created a desire for public housing. This desire has been 
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accomplished in a great degree for the mobility in housing has 
been mostly upward into the homeowners class. The percentage 
of families moving back into old habitats has been negligible. 
Although all the interviewees agreed on the contributions to health 
and the lowering of crime and delinquency rates, some more general values 
were mentioned. 
Manager Hands 
Public housing has contributed standard homes for low income fami¬ 
lies and raise the standard of living, also taught the families 
how to utilize community agencies with the aid of management. 
Public housing has blotted out slums and increased property values. 
Also, the people have learned how to live together in harmony. 
Manager Clevelands 
Physically, the program has taken people out of hovels and has 
given them decent shelter which is basic and not debatable. There 
are also environmental factors; we find more stable family life, 
good or better housekeeping habits, less delinquency and crime. 
Then too, the management's program of various types helps to 
enlarge the value of the intangibles and for that reason private 
real estate is happy to get our families. The social impact of 
the managers and his program produces better rounded citizens. 
Manager Sims : 
As to contributions and values in public housing, the giving of an 
opportunity for low-income families to improve daily living is what 
I consider the more important. The value focus would center around 
the little things in life. (Tells of a country man who had all his 
life looked through the cracks in the walls and ceiling of his 
home in the country — but since being in public housing he could 
appreciate most of all the sound walls of which he had often dreamed). 
To live in public housing gives a man self-possession which grows 
and makes him feel like somebody. These little things like security 
and a feeling of self-possession adds up and public housing usually 
acts as a springboard to higher things and home ownership. 
Manager Ward: 
I am quite sure that first of all public housing has given to 
thousands of people a chance at a longer life through its sanitary 
and healthful living. The feeling of security that is established 
by living in public housing and the good sound boost it has given 
and continues to give to these inate wishes of human beings are 
of primary importance. 
CHAPTER V 
SUMMARY AND CONCLUSIONS 
This investigation of the resident managers of housing projects for 
Negroes in the city of Atlanta has sought to do the following things: 
(l) to indicate the nature of the social change that produces the insti¬ 
tution of public housing, and consequently the public housing manager as 
a new type of functionary; (2) to describe the Atlanta Housing Authority 
as an institutional complex in -which our subjects participate as key 
functionaries;and (3) to examine the housing and the housing project 
manager both from the point of view of the duties, prescription and rewards 
of the office and from the point of view of the menner in which our sub¬ 
jects respond or adapt to the office. 
The introduction of public housing, during the New Deal, as an emer¬ 
gency economic and long-time public welfare project served to set forth 
as desirable socially, the provision of adequate housing for sections of 
the population unable to effectively demand it. 
National policy stimulated state end local efforts and- public housing 
developed and became elaborated as a new institutional complex, with 
appropriate functionaries serving a new type of clientele* The office of 
resident manager as a key position in this organizational setup. 
The Atlanta Housing Authority is a multimillion dollar agency, with 
quasi-official status, that by virtue of its size and service functions 
touches directly or indirectly practically all aspects of the local econo¬ 
my, and all levels of the population. The officers and staff of the 
Atlanta Housing Authority constitute a bureaucratically organized work 
team, ostensibly dedicated to social engineering through housing* 
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The individual housing projects tend to be organized communities in 
miniature, -with a formal structure which to some extent is unimposed or 
dictated by rules or standardized procedures, and an informal structure 
which develops out of interaction of tenants and staff» In the indivi¬ 
dual housing project, job efficiency and the morale and satisfaction of 
both tenant and staff are to a large extent functions of the manner in 
which the resident manager carries out the duties of office. 
The managers performance is circumscribed by his relation to superiors, 
staff, tenant clientele, community welfare agencies and persons or groups 
in the community with power and influence. 
Our data suggest that the crucial formal tasks of the managers are to 
make efficient and smooth business relations between residents and the 
Authority, and to supervise maintenance of properties. Each manager also 
works under, and to some extent internalizes, the vague injunction to 
help people and improve human relations • The managers as a group are 
decision conscious, and it appears that the best informal technical equip¬ 
ment is the ability to make efficient decisions and to get along with a 
great variety of people. 
The control of each project is very largely left with the manager, 
subject of course to certain administrative principles and rules set by 
the Atlanta Housing Authority, The uniqueness of the managers’ position 
and the prescription of power and authority to them mean that he is called 
upon by tenants to do many things which are not related to business or 
property managing as such. He is at various times advisor, counselor, 
trouble-shooter, arbiter and comforter. 
Another important aspect of the manager’s role as defined by the exec- 
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utive, and by themselves, is the assumption of leadership in neighborhood 
and community-wide programs of a non-controversial nature. Although the 
Negro housing managers seek to play a leadership role, and to some extent 
have leadership ascribed to them, all do not think that their tenants or 
the community at large give a high status or respect to them. A few of 
the group think they are looked upon merely as rent collectors. In the 
same vein, they are not entirely agreed upon whether their calling has 
achieved the status of a profession. Those who do think of it as a pro¬ 
fession stress educational and training qualifications. Those who do not 
think it is yet a profession, think it is on the way to becoming one. 
The responses of the managers to their job indicated modesty, mild 
enthusiasm, and some reluctance to talk too much about their jobs. As a 
group, they exhibited great drive and desire for achievement, however, 
this achievement design was in respect to making a good record on the 
particular job, and not in respect to upward mobility in the field of 
housing. The managers, explicitly or implicitly, indicated sensitivity 
to the fact that they are Negroes and thereby have a limited ceiling. 
This drive to do a good job borders on an anxiety. As a group they 
exhibit, not only what has been termed decision-consciousness, but also 
reality consciousness. What they refer to as realities are in fact 
obstacles or deterrents to doing a good job or "bettering human relations" 
which are inherent in the system. The particular techniques which mana¬ 
gers use to solve problems vary. However, none stresses the use of the 
quick decision. A sense of responsibility seems to act as a counter¬ 
weight to pressure to make decisions. 
The only indication of formal organization among the Negro managers, 
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themselves, is the scheduled monthly luncheon meeting» Call meeting are 
held -when necessary to clarify policy or to consider problems which pre-- 
sumably affect them. Sometimes call meetings are similarly held in the 
central office and attended by white and Negro managers. The evidence 
indicates that most of the interchange among Negro managers on job matters 
take place informally and via the telephone. This type of exchange is 
affected by the quality of the personal relations among the various mana¬ 
gers, as one person put it ’’some of the fellows play it closer to the 
chest than others.M 
The pre-housing job experiences and careers of these managers have ex¬ 
hibited some similarity in that the previous professional experience was 
either in business or teaching. 
As a group, these managers show an awareness of the fact that theirs 
are white collar jobs with quasi-professional status that carry consider¬ 
able prestige and authority. At the same time their sensitivities and 
reluctance to talk freely about certain things indicate that they are 
aware of their dilemmas as Negro managers in this bi-racial bureaucratic 
setup and also of public opinion in the Negro community. Inasmuch as 
there is a ceiling on mobility, there is probably a tendency of the mana¬ 
gers as a group to look to the job and to the community for important 
psychological awards. This is suggested by the fact that the most satis¬ 
fying experiences reported were those related to successful efforts in 
some community program and the responses of cooperative or grateful tenants. 
Aside from the dilemma which arises out of minority group status, there 
is apparent among these managers a dilemma arising out of a design for 
doing an efficient job in the eyes of their superiors in the housing 
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authority and the often reiterated interest in service and helping people. 
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